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At>st  rut  ( 


in  Intent  reenlist  o«»urrtnj<  between  the  boKlnniitK  <-ntl  «!  h~  t«»  8-m<intli  overseas  <lepl<*vtwntH 

were  i nvesi  i >t.i(  e<i  in  order  lo:  (1)  .isrertiiln  the  tlegree  to  whieli  v.tr  i .tt  i«>nH  in  w«'rk-r»-l  ited  <'Xp«T  ienres  .ire  re- 
Ijeeled  in  .1  r ei'i'ps i Her .t|  i on  <*i  th**  riM-nl  istment  deiisiim,  an.l  (2)  lii«*ntlly  p.irtlciilar  .ispects  of  ti>e  work  environ- 
m#‘nt  th.if  w<'r<»  like)/  to  influ<'n<e  r«’«*nj  lstm»*nf  .J*Tision«.  Respomlees  were  877  first-term  enlistees  (.in.4lysls  sam- 
ple - V.1 1 i>f.it  ion  sample  • <*Si)  .iho.ird  nine  I’.  S.  Navy  ships  par  t i<  ipat  Ing  in  a larger  i nvest  igat  ion  of  t»rgani- 

7at  i(*nal  and  environment.il  f-ntors  wfUth  influence  h«Ml(h«  morale,  .ind  ret»*fit  l<m.  Responde«*»  > ••mpieted  a ^pn-stion- 
nalre  it  the  heginning  and  en*l  of  their  deployments.  Results  indfr.iled  that  division  speeifir  variaroe  heviind  that 
provided  hv  initial  intent  did  «*Ktst.  A*iditlonaI  .inalysis  revealed  three  s.ilient  aspe'ts  nt  (hi*  w«*rk  environment 
were  relateti  to  clianged  intention:  Work  Fat  i 1 i t .it  ion , Organizat  tonal  ('ontiUt,  and  i'tofessiiinal  Ksprit  de  Ciirps. 
Impltcatlons  fot  management  p«*rhonnel  wer**  discussed  and  suggest  ii>ns  for  future  research  in  this  .irea  were  m.ide. 


l 

I 

I 


1 

I 


S i t u.it  iitii.i  1 hi  t (- rtr.  i n.dit  5 ot  ki-ti-niion  n«‘<  istons* 

In  r»  « «-nl  vi'-ir*i  • •»ns  i/l«T  .*h  J«*  h.*R  h»*i*n  lt>  d J fuciviT  iny  {•ictors  ll•l.»tt•d  to  in(  ri.iKi'ii  jit-r 

soniirl  T«-t«r»t  i«Mi  <‘r  tiiriH»v«T  <if.  Kirrls,  I'iM;  S<htn  id**t  , Rninl,  J»»ni*s,  & N(»tf  I;  I..i  K«)rio,  PurL,  i 

(•«indt‘rs«'f> . Ntiti-  2).  Mm  h ol  Ihis  rctiMil  ion  ri*»«'.»rrh  tiAK  ormrrod  in  w1lir.irv  wi»or#»  ^tronrion  K.**:  r»fr»-n 

S KMisici  <»n  <l»'moRr.iphi»  t»n»i  piTHon.il  hat  kRroumi  « harar  ( or  ist  icH  and  thoir  ri’Iat  ionshlps  to  military  c.iro«*r  <io<iHi<*ns. 
Sm  h an  »mpha»iR  lias  idrntlttod  a numhor  ot  hackyround  f harar t or ist  ics  which  appear  to  influence  the  individual's 
di-ilslon  to  remain  in  the  nilltarv.  Per  I'xample,  .ige , minorltv  status,  number  of  dependents,  and  membership  in 
laryif  families  have  been  linked  to  hiyhi’r  rates  of  rei^nl  istnif'tit  , whert'as  years  of  ('duration,  verbal  aptitude,  and 
hlyhi  r sor  ioei  onomlc  h.okxround  were  shown  to  be  neyativelv  r<*lated  to  military  career  choites  (Stnyer  & Morton, 
I'+bS;  l.a  Hofti,  i-t  al..  Note  2;  Hololer,  Stehle,  C'onner,  6 ilrafo.  Note  /*;  l.otkman,  Stolotf  h Allbritton,  Note  S). 

Jht  above  described  research  on  demographic  and  individual  hackyround  charact erlst Ics  provided  valuable  intor- 
mat  ion  lor  rettuifirtx  proyi.ims  and  tor  dr'iermining  reenlisiment  (>robabi  t i t ies  fir  p.trti«.uldr  individuals  and  groups. 
(>n  the  ('thir  hand,  sm  fi  tludinKs  are  of  little  help  in  inin.isinK  retention  r.ites  .im«ing  I'xistinK  perHoiini*!,  espe-* 
tiallv  among  individuals  wls'se  backgrounds  indirate  relatively  low  probahi 1 i t ies  nt  retention  but  whose  abilifits 
and  skills  are  of  high  Importance  to  the  military.  In  regard  to  this  latter  concern.  It  would  appear  more  useful 
te  ha\e  information  about  bow  retention  rates  are  influenced  by  aspects  of  the  work  environment,  especially  those 
aspects  that  are  naniptilahle  hv  management.  I.iter<iture  regarding  these  influences  is  less  plentiful,  however,  al- 
tfs-ugfi  some  studies  have  addressed  the  issue.  Kor  ex.unple,  H«>vers  (Note  b)  reported  th.it  an  in>l  i v idua  1 ' s stated 
Intent  to  reeniist  reflected  a number  of  factors  in  the  work  situation,  including  relationships  with  cu-workers  and 
persfi»i.*t  ,%Mrcin«»**y  In  a •!"'!!•'’  '(ein,  Hrup.!,  et  al . 1)  ft'und  that  acttinl  reen  I is  t'sen?  beh-tvlcr  vsried  with 

the  individual's  type  of  Job,  his  perception  of  (he  work  envl ronnent , and  various  aspects  of  Hubsvstem  structuii 
Such  .ts  refit  rat  i?at  ion  of  decision-making  and  f orm.il  Irat  ion  of  communic.it  ion  procedures. 

Otfiet  studies  have  sfiown  that  the  iiHlivtdual  Is  more  likely  to  rem«iin  when  he  ti'els  that  his  current  wotW  sit- 
us I Ic’n  (osipares  favorably  with  available  alternatives  (Schneider,  l9/b>.  Untoriunately,  Schneider's  study  included 
sailors  In  tlwlr  second  or  third  enlistments,  thus  attenuating  his  ability  to  dr.iw  conclusions  about  the  underlvlng 
dynamics  of  this  cocvparlson  proress  (ct  . KrstlngcT,  19S7).  brunt,  et  al.  (Note  2)  examined  t Irsl  *'ullslm«»nl  sailors 
only,  ln»wever,  and  found  that  persons  wtK»  rated  the  Navy  as  providing  .in  attractive  career  alternative  m>i  only 
stared  m>rr  positive  reenlJstment  intentions  at  the  time  the  career  at t ract 1 veness  ratings  were  c^btained  hut  were 
.ilso  more  likely  to  reeniist  up  tn  ttoi  years  later. 

Stcidies  such  as  those  cited  above  amply  Illustrate  the  Importance  of  %airk  conditions  in  the  individual's  reen- 
listmenf  decision.  Many  of  these  studies,  however,  have  neglected  what  appe.irs  to  be  in  important  dynamic  eless'nt 
of  the  retention  process,  namely  the  role  of  intent.  For  example,  previous  studies  have  found  that  while  slated 
Intent  to  reeniist  (which  covartes  with  work  ronditlonsf  was  flie  best  single  predictor  of  actual  reeni Islmenf  be- 
havior, indlvlclciala  with  positive  retention  iJecislons  were  metre  likely  to  reconsider  and  change  their  minds  than 
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inil  i V Im  who  in«  .-txh*.!  i !•  1 imvx  i h»'  mj  1 M y ( S«  Iuh  - i ,|.  i , I h ; I i Ko.  i o . . t ,i  I . , !...t  , j . 

S»x  h Mndin^s  fh.it  if  is  «-x  f f ohu- I y impoif.nif  fo  invi-sfi,  if.  fh«'  Ivfiiri.s  .»f  .'ii-ik*  : ntf.-.ti  t -i  i> 

to  .J«.  . r f .1 1 IJ  t hi  .Ji'^ror  f •*  wh  J , h v.irj  .i  t i . .ns  i n wot  k - t .•  1 .i  I nj  I'xp.  r i . n . is  it . i «‘l  i oi  t o*!  i m .»  t «•  o: | .l.-r  it  . . ..I  t hi 

m-nlistm.Mif  di-ti-ions  .imi,  litipon  .int  1 v . to  i.|i-tuilv  p.i  r t i . u ) .u  .isp*  . t s ..t  i hf  worli  oiiv  i t onn  nt  wtil.h  it.- 

likflv  to  miint.ifn  positivi-  r.-ml  tstmont  .In  i.ions,  Tlo-  tolIowinK  stmlv  t*  pt  .•‘•ont  s .m  niompt  to  i-xplot.  i h.-  t.'li 

tionQtiips  hi-iwiii^  .i  mtotit  lo  riofiltst  .itx!  his  w.>ik  »*nv  i ro'imfni  rxpit  ii-m  **  . Jurin)'.  t hi -t  i ship’-. 

oviT.siMS  lii-p  lovini'n  t pi-r  I 'd  . 

M.thoil 

Kfspondi*.  IS 

tU’i'lH.  Ihi*  H.iilors  in  this  s.impli-  fi.nl  .in  .iVfr.i>;«*  .lyo  of  / 1 . X vi-trs,  ri*portr«J  .n  of  12.*  yt-.irs  of  form.iJ  «slu- 

.iCfon.  .ifid  h.uf  hi'on  j n f h<  N.ivy  for  on  .tvrr.iK*’  <>f  fwi*  y«-.»t.s.  f-oih  s)iip  .onstMii-d  of  .it  lo.ist  tfvi-  rti-pni  i mt-n  t s ; 

Ui-.ipons,  >nMini*<TinK,  Opot  .ji  ions  , N.iv  t jiiit  f on  / A-Jrai  n i st  r .it  Ion  . .»nd  Supply.  lU-p.it  t mi-.it  s w*  ri*  luithi-r  snlul  i v ulod  mio 
rol  .It  f VO  I y hot  lounntHiiJs  divisions  consist  in>t  oi  mon  portorminK  slmil.it  t.isks.  Kor  inst-in.  ■ , » .Supply  lu-p.iriai«‘nt  nor 
fn.»nv  i-onsists  of  one  division  com  ♦•rnt-il  with  juiyroll,  .in*.)thfi  with  ohi.ilniny,  supplies,  .t  tfili'*  witli  ti’od  -..-rvi  os. 
•ind  so  forth. 

wire  oht.jined  bv  quest  1 otin.i  I r»*s  .nlin  i n i st  iTed  .it  tin-  heKinnin^  .ind  .upiin  .it  the  end  ol  h«  to  H-inonll»  over- 
se.is  depl.ivtnent  periods. 

Inst  runu-nts 

Psyc  holojjlcnl  (!lim.ile  truest  i_omiai  re . Ihe  h.isic  instrument  consisieti  of  .i  modified  version  ol  .i  145-item  psy- 
cfiolof^iial  climate  quest  ionn.i  i re  cieslipied  to  a.s.ses.s  15  aspeits  of  the  pi-rceivt'd  work  environment.  Both  the  instru- 
menf  jnd  its  development  are  dlsrussed  In  detail  elsewhere  (cf.  lones  (■  James,  N*>le  7)  and  are  only  hrielly  dc- 
scribed  here.  Tfie  curreni  study  us-'d  an  abbrevi.ited  ver.sion  ol  the  questionnaire  represetiting  2’’  of  the  composites 
( see  Tabl el). 

Intent  to  Reenlist.  Intent  to  reenlist  was  measuri'd  at  the  heKluninK  and  end  of  the  deployment.^  and  consisted 
of  (hi*  ioi  lowing  >-opt  ion  item: 

Wlilrti  of  the  following,  best  describes  your  iet'linKS  toward  the  Navy? 

f.i)  I definitely  want  to  ^i^el  nut  as  soon  as  possible. 

(b)  i am  pretty  sure  tin  N.ivy  is  not  tor  m<* . 

(r)  ( ^uB  not  sure  whetiier  I'll  leave  (he  Navy  «>r  not. 

(d)  I'll  probably  stay  In  the  Navy  past  this  enllstmi'nt. 

(e)  I detinltelv  plan  to  make  or  h.ive  m.ide  the  Navy  .i  lareer. 

Proredures 

The  sample  was  separated  Into  an  analysis  (n  • A2A)  and  a validation  sample  (n  • AS)),  usinit  an  t>tld-ovei\  split 
to  assure  approximately  equal  representation  for  all  divisions.  Potential  Influi-nces  of  division  experiemes  upon 
retention  derisions  were  assessed  |>y  means  of  a procedure  desiribed  by  PuKh  (i17h).  Namely,  a mean  intent-to- 
reenllst  score  was  computed  for  each  dlvl8lon»  and  this  score  was  used  to  predlit  the  Ind  1 v idu.i  1 's  Htat%*d  Intent  to 
reenllsi.  Doth  means  and  weights  were  calculated  on  the  analysis  sample  .ind  cross-val  idati'd  on  the  sev  ond  s.iiXfiU*. 

Further  analyses  were  conducted  within  the  vaJ fdat Ion  sample  to  as.ertain  potential  division  i>tle(tB  existing 
prior  to  deployeient.  In  this  phase  oi  the  analysis,  a par  t >>  orre  I at  ion  proiedure  was  used  lo  deteimlnt  th«-  .mount 


o1  V.tri.in.«-  .11  « .‘lint  C'<i  tor  bv  divl  l.Tis  .»ltir  t tii-  .tl.,  ti  ..I  imrl.il  intt-nt  w.ri-  rrnmv#-.!  t rnm  rnd  of  ifopliivnw'nt 
int  i-tit  . 

Atlii  i t i I'n.t  I .»n.i  I V‘%4  s ur  r • r t < ’rrfu  «1  to  • x|>  I <m  «'  iti.  ■ i »•  Kpt'<  [ i i « .1  spoi  t s ol  t lu*  >i  i v i n {oti  wi'r  k <*nv  i ronmotif  th.it  tn  1 ^ht 

f nt  I urm  ••  t I 1 . t < n t If'n  <i«  ■ i k 1 1'n . Ini  h»-w«-  .m  1 1 wrs , I ml  1 v id  mi  1 piT  1 rpt  ions  of  w<  it  k mv  i rfinmont  < h.i  r .o  t t-r  i st  i 1 s 
wi’ii*  .ly^y  r r ^*.1  f id  by  ilivi'.i'n,  1 . , division  irw-.ins  w«  1 !•  « «»fnpii  I i-d  .ind  iisi'tl  .1**  w<'tk  riim.iti'  scoros.  Ihi'st*  scores  wer*- 

then  i.piossi.l  .«>•;!!:. t till-  *-ntl  <•! -d»  p 1 ovtuint  ini.ntl"iis  t ii-i-nlist.  Ifu  equ.it  ion  w.is  develop. d on  tfie  initial 

s. impli  .Mid  .1  ••  •.  .1 1 id.il  I'd . A.s  bol«r..  t h«  vati.iii.  . of  IntM.il  intention  was  n-movid  from  end-of-«lipl<*vm*‘nr  in- 

f ent  i.‘n. 

K.  ‘.M  1 1 V 

hlvision  'Work  1 1 ua  t Ion ) HI*-,  ts 

Ihe  . orrel.it  Ion  hi  tween  individmil  Intent  t«'  re.-nliM  .U  t fu  bevinnliiK  of  the  deployment  and  intent,  ne.ir  the 
i-nd  it  the  deployment  w.is  .hO  for  the  .in.ilvsls  s.imple,  rhiis,  denplti-  the  f .l<  t that  st.lte.f  Intent  to  reenlist  has 
f>»-en  reported  to  be  the  best  pre.firtor  of  a.  tual  leenlfstment  f'efi.ivfor,  there  v.ts  at  least  some  < hanv;e  di.rinki  th<* 

t. nirse  of  t fie  <le p I t . 

The  p.'SKihilttv  tfiat  this  ifoinKe  was  a tnmtlon  of  s 1 1 uat  ion.i  I influemes  pn-sent  during  the  ifeplovment  was 
invi'st  ip.f  t ed  bs’  --.an.  Inl  n>t  tfie  eJte.  ts  of  the  work  situation  ( ri'presi'nti  d hv  ifivlslon  membership!  upon  stat<*d  inten- 
t i*‘es. 

As  disiiissed  «*arll«t,  the  total  situational  effect  at  t r i but  .ib  1 1-  to  mi'BibiTsfilp  it>  a p.tfficular  division  can  b«‘ 
ivalaated  by  usiriK  the  division  mean  for  post-deplovmenl  intent  to  reenlist  scores  Co  predict  indivl<hi.i2  post- 
deployment  intent.  However,  much  of  tlie  variance  .iccounted  for  by  this  procedure  may  lie  s.tmple  speiifir  if  those 
people  for  wfu.m  predictions  are  mail**  are  usetl  to  compute  the  mean  scores.  i'o  reduce  sample  spec  i f i<- i t v , division 
ire.in  scores  were  <c*mpuied  usinp,  sublerts  in  the  an.ilyfiis  s.imple  only;  these  scores  were  then  .cppl  ted  tc>  aub)e<  t.s  in 
t hi-  cross-validation  sample.  Thus  the  analyses  described  below  were  restricted  to  the  cross-vaMdal  ion  d.ila. 

The-  .inalysls  of  these  data  showed  that  the  division  effect  .^counted  for  a significant  amount  of  variance 
(H  |l/6S0j  ■ .21,  p .01).  In  (>rder  to  determine  whc'ther  the  division  effect  represented  a.spects  of  f fie  situation 
c-xlstlng  during  ifie  overseas  deployment  period,  vari.ince  related  to  initi.1l  intent  to  reenlist  w.is  partialJed  from 
post -d«-p  lovrienl  intent.  If  stable  individual  or  other  factors  not  sp»*cif  ic  to  the  over.se.is  period  c'xlsted,  then  the 
elfc'ct  should  be  relatively  consf.int  throughout  the  cruise  and  thus  would  f»e  reflecfc'd  in  Initial  as  well  as  pc>st- 
di'plovtnenl  intentions.  That  Is,  .iny  predictlcrn  of  post -dep  lovment  Intent  hy  division  effect  after  initial  intent 
ftail  been  removed  siiould  refli*rt  enndltfoim  Hpeclfir  to  the*  cruise  and  not  prc'-cruise  conditions.  .Since  it  was  fi'und 
that  the  percentage  of  variance  in  post -dep  luymenC  intentions  .ic  counted  for  bv  initial  intentions  (ISt;  R jl/^SI)  ■ 
.AA,  p .Oi)  was  increased  to  ?2Z  (H  (2/4^0|  .47,  p < .01;  when  a comhinatlon  of  initial  intent  and  division  ei - 

le.l  was  used  as  tfie  independent  vari.ihle,  the  amount  of  criterion  variance  unIcpM'ly  predicted  hy  the  division  ef- 
fect was  significant  (F  fl/4S0|  • 17.74,  p < .01).  This  result  indicated  that  tfie  division  effect,  which  reflected 
fa.  ets  of  the  rhfpho.ird  siCustfon  operating  during  the  deplc'vmerrt , influenced  Intentions  to  reenlist. 

Significant  Aspects  of  Che  Work  hnvl  ronmerit 

Rased  on  the  .ihove  resulfs.  It  appear^  ’ '’M»f  th#'  Ind  i vicinal ' s post -deployment  intent  to  reenlist  reflected  not 
only  pre- dep lovment  Influences  hut  also  xes  during  tfie  cruise  as  represented  bv  a man’s  particular  division 

shsignmenc.  A v.irletv  of  influences  was  inherent  in  tiiJs  division  assignment;  therefore,  certain  analyses  were 
lunciucfed  to  explore  specific  attrlfurtes  ot  the  division  situation  which  might  be  salient  t>'  changed  intent.  Vhese 
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•in.nvses  tiuiifti'vl  on  ol  tho  work  t-nv  t ronnu'ol  wlii-h  r**pr  esioii  *•.!  pot  l .1  li  y m.in  i p'u  .h  1 1*  si  tmit  ron-iitions. 

S i t u.il  ion.i  I o{  illvislons  w«to  tnr.isur  «■<}  hv  h.ivinn  i n.|  i v I'lu.i  1 •.  t h**  t r -ilvj',.  . .<11  or  v-o  i /.»i  i'>n  » i 

dlmonstonH.  A Tiran  sftJro  on  ra«  h jHmonsitni  was  ihvn  <M)roptjt»*d  tor  «*.i<  ti  -livisicm  and  ibis  ; .iro  w r.  .jssthtn*-*!  t-  .-vorv 
fndiviilual  in  t h<'  division.  Ihus,  oa«  i>  person  roM*lvo*i  ZJ  mi'an  sioros  wtijoti  n-prosmt  od  01  >t.in  1 /.i  t iona  1 ii  t r iiiijtos 
«»t  rite  divtsu'n  in  whlcli  he  w«’rked.  For  men  in  Itie  valld.ithin  aample,  it  was  toiirid  tiMt  11  of  these  scores  (orre- 
l.ated  St  kh  1 1 icant  I V with  post-deployment  Intent.  However.  « stepwise  m»iitiple  retiiresHl‘»n  an.ilysis  on  f fie  validation 
d.iin  indiCiiled  tti.il  tfiere  was  consl<leral)l«'  overl.jp  amony,  tfiese  dimensions,  iiiU  three  ot  ihem-'Work  k.i«  1 1 1 1 at  i on , 
Or^an  i 7.if  j ona  1 ('oniM‘t,  and  Frot  ess  i on.i  I Ksptit  Je  Corps--were  sntfiiieni  to  a«  « tumr  tot  variinie  folate. | to  anv 
of  the  situational  d im.'iv  ions  . 

I'pon  < roH8-v.il  Idat  ion,  th«*se  ttiree  dimensions  were  » l^t' i t i c.int  ! y rel.ited  to  post -deploymr-nt  intentions  (k 
ji/AMj  • .20,  p ■ .01).  Note  ttiat  this  mnltiple  correlation  was  nearly  t tie  s.im**  m.iy.nitnd**  .is  t tie  . ross- v.i  1 ici  1 1 y 

for  the  division  eMert  score  which  is  the  estimate  ot  t lie  upper  limit  tor  tins  « <n  relal  ion,  ’ It  was  .ilso  found 
that  wtien  t lie  three  predictors  were  .omhined  with  initial  intent  that  tlie  Incremtnt  in  tin-  amount  of  variaiue  in 
jiost -di-ployment  Intentions  nnl.jnely  accounted  for  by  tills  equation  (IX)  was  sinniticant  ( f-  |!/4^0j  • 12. .’0,  p ■ 

.01).  Ihereiore,  specific  facets  of  divisions  related  to  post-deployment  fntetition  to  ri-enlist  include.}  W./rk  Fi- 
rilitation,  OrKani/at tonal  (Conflict,  and  Protesslonal  Esprit  de  (orps. 

Important  e_of  lob  Type 

An  alternative  hypolliesis  to  explain  the  above  results  Is  th.it  it  was  not  experiences  related  to  a specific 
division  liuit  determined  post-deployment  triteof  bat  rathr'r  e«(/er  fences  reiatc-d  to  1 partiruJar  type  ot  work  per - 
foraied  by  the  division.  In  order  to  test  tills  hypothesis,  the  data  were  reanalyzed  uslnn  division  type  instead  of 
specif  ie  division.  In  other  words,  all  individuals  from  divisions  with  siniil.ir  Jobs  were  comhint‘d  into  a siiiKle 
Kroup.  In  this  w.ay , 2i  division  types  wete  formed.  Within  the  cross-validation  sample,  division  type  did  appc'dt 
to  be  an  important  predictor  of  post -deployment  intent  sJme  the  percenr.ige  of  variance  that  was  accounted  tor  by  a 
c .iflihlnat  Ion  <if  intent  and  Job  type  was  alKnil  leant  ly  K'’oarer  than  tfial  related  to  Intent  alone  (l9t  vs.  211,  F 
|1/449|  • H.OS,  p < .01).  However,  llie  .addition  of  specific  division  eftect  to  the  combination  of  division  type  ,ind 
Intent  fiirtlier  increased  the  percentnKe  of  criterion  variancii  that  was  predicted  <212  vs.  212,  f (1/449/  • 14.^2,  p 
^ .01). 

Discussion 

The  present  study  attempted  to  extend  current  retention  researth  by  exploring  the  efte.ts  ot  situational  lu 
tluenies  on  t Iw  reenlistment  decision  process.  The  specific’  purpose  of  ifiis  study  was  to  provide  m.in.cyeirw'cil  p.T- 
sonne]  with  a better  underst  arvlinx  ot  the  salient  conditions  within  llie  work  environnsMU  that  liifJuen.e  lelentlon 
declsimis.  ITie  work  y.roiip  (division)  to  which  each  man  was  asslKned  was  conslilered  a primary  s«>urce  ot  situational 
inf luenres. 

The  importanc  e of  suc  h inf  luenres  was  Indic  ated  by  Chi*  a l^n i f icarit  relat  fonsliip  between  division  4Hslxt)<***nt  ainl 
Individual  intent  to  reenlist  measured  at  the  end  ol  the  deployment.  The  specific  .ispects  ol  the  work  tlim.iie 
within  a division  and  across  job  types  which  were  most  hlKhly  related  to  post -deployment  intent  to  reenlist  wne: 

(a)  Work  fac  il  itat  ion,  (he  extent  to  which  leadership  behavior  helps  achieve  k^isI  attainment;  <2)  urnanUa- 

tlonat  conflict,  f.e.,  the  denree  fo  which  p<r]lrirs  ol  one  subsystem  were  in  cuntlUt  with  lh»>se  of  c*lhei 

Kroups  In  the  same  orKanizat ion;  and  (!)  professional  esprit  Je  corps,  l.e.,  the  denree  to  which  the  individual's 
profession  has  a gcHKi  Imaxe  to  outsiders  and  permits  opportunities  tor  Kt^>'^fh  and  advanc  ement  . 
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Hwsr  tliulinns  h.<»v«‘  Imjji.r  t .»nt  tm[i  1 i • at  ions  It  «ranav.em«'nt  . 01  Kr**at«*si  importin' t*  was  ilu*  fn({t<.iticin  (hat  ( h«* 


intlueni*'  thf  I'txnn.KwilnK  Ottici'f  <»t  .1  ship  has  on  individual  rftfntion  is  1«*sh  ciirfct  than  is  >»fnt»rallv  assumed, 
first.  th«-  t'otimi.iiul  i HR  otll>t-i  < annot  int  liu-nct'  tii«>st-  individual  and  demovraphlt  variahlr’S  which  previous  research 
iias  BURRested  are  m.ijot  int  luences  on  ri-tmtlon.  Seioinl,  the  shipboard  lattors  that  wer*  related  to  retention  de- 
»lsions  seemed  to  h»*  most  saiient  at  the  division  work  Rroup  h*vej  where*  the  (a»n»an«iinR  Oilirer's  Influentes  are 
Renerallv  teit  indirectW  throuRh  the  orR.ini/at  lonal  pr.ittlres  he  eni  ouraRes . for  example,  work  facilitation  mlRht 
retlert  the  perceived  ef t e« i t veness  ot  a division  petty  officer,  which,  in  turn,  mlRht  depend  on  the  amount  of  ru- 
tonomv  he  has  In  pertormioR  his  duties.  Similarly,  orRan i rat lonal  conflict  miRht  reflect  frustration  with  red  tape 
an«l  hiire.iurrat  1»  impediments  in  Reneral  . A^ain,  the  CommandlnR  Officer’s  Reneral  orRanlzat  lonal  prartires  could 
operate  to  Increase  or  reduc**  these  perceived  ionfllcls.  Frol  ess  ion<i  I and  orRanizat  lonal  esprit,  on  the  other  h.i.d, 
appeared  to  be  related  l«>  Job  type  and  tlu-  implied  status  and  importance  ot  specific  Jobs,  and  thus  was  controlled 
at  Ic'vels  above  the  i%>mreand  i or  Officer.  N'c'vei  t lieless  , by  encouraRluR  unit  ident  i f i cat  ion  and  recoRnltlon,  pride  In 
the  work  Rroup  can  be  enhanced  by  the  tc»inroandinR  Officer. 

In  Interpret ioR  the  results  ol  the  present  study,  it  should  he  noted  that  the  average  length  of  time  in  the 
service  tor  the  sample  was  two  years  and  that  the  majority  of  men  had  been  in  their  specific  divisions  tor  a year 
Of  mi»re.  Moreover,  sfiJps  deploy  approx imate  1 y every  18  months,  so  that  many  ol  the  sailors  were  experiencing  their 
second  deployments.  For  these  individuals,  much  of  the  major  impact  of  division  conditions  is  likely  to  have  al- 
ready occurred.  It  mav  be  that  Individuals  who  have  recently  reported  aboard  ship  or  vrtio  have  not  previously  made 
a deployment  are  the  most  susceptible  to  Iniluence.  Ihls  view  was  supporteef  by  a Human  Resources  Management  Report 

which  stated  that  reenllstmenl  attitudes  becesm*  relatively  fixed  within  the  first  six  months  after  enlistment. 

In  Sign,  the  results  Indliated  that  sltuallcinal  influences  during  a deployment  m.iy,  to  a limited  extent,  be 
manipulated  to  influence  retention  decisions.  Specifically,  it  appeared  that  greater  emphasis  should  he  placed  on 
leadership  training  and  c«>mmand  managi'ment  at  the  division  level  in  order  to  Increase  such  elc*ments  as  leader  fa- 
cilitation and  support,  subsystem  (department  and  division)  cooperation  and  harmony,  and  profession.*!  (Navy)  esprit 
de  corps.  It  is  expected  that  such  efforts  would  have  positive  effects  on  retentlcin  and  performance.  Finally,  it 
appears  that  sgeh  efforts  may  be  especially  crucial  tor  personnel  with  less  than  one  year  ot  service. 
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Or^anl?.)t  {(mal  ( ompon  i t »‘s  hv  Content  Are<i 

(Aiiitpt*‘«J  frdin  FcmeR  Note  1) 

^oh  or  Tiifik 

Rt»le  AmhijjiHty:  The  *-xr«-nt  to  whl«-h  <i  t^Kif  i«  i.  , In  itn  /iem.iiwifi,  <riteri^,  or  rel.>t  Jonships  with  oth»-r  t-^nkn. 


Roll 

' C on  f 1 i ( t : 

fh«-  pri'.teme  of  pre»»ur«*s 

for  conflJiting  or  mutually 

ext  J lisi ve 

hiJtavi< 

‘rs. 

' lob 

Autonomy*; 

The 

' ability  of  .»  pi  r son  in 

a given  )(»h  to  determ  Im-  i lu 

■ naturi*  ol 

the  tasks  or 

problems  tuning  him 

am!  to  <11 

r Ive 

’ at  .1  (ourso  of  .otlon. 

Job 

Variety: 

Ihe 

ile>’r»*e  lo  wfil<h  the  )ob 

calls  for  t hi  individual  to 

engage  in 

a wide 

rang!*  • 

• I t ' - avf frs  • r ( •>  use 

a v it  l»*t  v 

ot 

equipment  in  iiis  wi-rk. 

lob 

h « edh.ii  k : 

The 

exl«*nt  to  wiiich  .in  individual  is  aware  of  ht>w  well 

fn  is  perf 

orm  i tig 

on  his 

fob. 

.loh  ihallerj^e;  The  ext»'ni  to  whi<h  a joh  ^iven  tlu-  Individual  a ihante  to  »jhi-  his  skills  and  ahtlirifs. 

lob  Pressure:  Die  extent  to  whith  th«-re  is  inadequate  tlm»-,  manpowtT,  traininjt,  or  rc'souries  to  tofnpl«‘te  asslKoed 

tasks. 

Leader.sh^ 

Sttpju-'i  t ; The  «-xlent  lo  wiiich  the  leader  is  aware  of  and  is  rrspi»nsive  to  the  needs  t>f  his  subordinates.  Behavior 
wfiiih  enhances  somet'ne  eise's  teelin};s  of  personal  worth  and  importance. 

(.n.il  kA^hasis:  Behavior  th.it  -.t  I tT.ul  at  es  pers<>nal  involvem**nt  in  meeting  Kfovip  ^oals.  Kmphasizes  ftigh  sl.andards  ot 
pxrtornirtnce  and  sets  an  example  by  working  Itard  himself. 

**Work  Ka.  i I it  at  t«>n:  Behavior  that  helps  aihleve  attainment.  Such  activities  as  schedulln)?,  coord  Inat  InK , 

planning,  and  providing  resources. 

Intef.'jct  Ion  Far  1 ) i t at  Ion:  Behavior  that  enutur.iges  the  development  of  close,  muttially  satisfying  relationships 
within  the  group. 

Flannlnj^ai^  Cooro  Inal  Ion:  The  degree  to  wfiicfi  individuals  feel  that  their  supervisors  are  .ihio  to  plan  and  cr>or- 
dinate  the  group's  activities  so  that  raaximttm  performance  Is  piissible. 

{.Inward  lot  erart  t on:  The  degree  to  which  a Supervisor  is  successful  in  his  Interact  iims  with  higher  levels  of 
command . 

*Conf  Ijieme  arnf  Tj;ust  > I'pward:  Croup  membi'rs'  fee]  ing.s  of  trust  and  ronfidrnre  in  their  supiTv  i st>r  s. 

*Confidente  ami  Trust  • ifownward;  The  degree  to  whi(i>  supervisors  trust  the  }ud/:ment  of  subordinates. 

Work 

CcH>^^atJon:  An  atmosphere  in  wtileh  there  is  cooperative  effort  among  individuals  to  carry  out  difticull  task»» 

Krlendilness  and  Warmth:  The  extent  to  wtiirh  there  is  ( ommuntcat  Ion  and  trust  among  members  of  a wi>Tk  group;  the 
atmosphere  is  characterized  bv  friendly  relations. 

K^uiation  for  Btf^tiveness:  The  extent  to  which  the  group  Is  able  to  produce  work  ot  high  quality  and  quantity. 

Work  Croup  P.wprlt  de  (a^rps;  The  extent  to  wfileh  persons  take  pride  In  their  group. 


^Indicates  significant  correlations  with  post -dep loynent  intent  to  reenllst. 
**bnique  predictors  of  post -deployment  intent  to  reenllst. 
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f:noipt>*,1i»"»  hv  (cmttMit  Area 

(A«l.ipff*<J  .•«!<]  7.iRH’K,  NV>tf-  7) 

or^anl  ten  an<l/«>i  Suhsjrst  n 

! •j»t«  l‘*n;  Ih«*  i«»  w*hiih  t tvl  tv  iUtia  Ik  ti-fl  t h*’  alB»f*RplM'r»’  Ik  r»*n«J»»r  Iw  to  lh»'  »*Kpr*KKl<>ii  ot 

, |nt4>n*»  .ind  i.lt'a*.. 

• i ' «i  j - l>«'wnw.n'J:  Th*'  to  whJ«h  jnIoim.it  1«mi  Ih  i ommunii  atoil  to  tiuh<»i  d inateH  rrnjnK 

. K In  p»«»*  «-d»ir**K,  pol  |<  ti  s,  and  »o  fi*rth. 

• ^ t /.I  t • i-na  1 (.4>alK  .ind  i Ih*-  di-proo  to  wtii«h  poalft  and  poliiioK  ot  (me  htibHVKtiMs  ar«'  In 

• lit  of  proiipN  In  rho  .amo  t*r^*ariirat  t<»n. 

!•  at  ion  «>I  1/al  tonal  Pul  U ira:  Ihi-  dfpr*  to  wht<h  org.ini/at  tonal  p<'li>  l»-ii  an*  > on%i«<t«'!it  Iv 

41-p  1 1 . 

.1  tfcjilt  di  O-rps:  The  deproe  to  whi^h  an  f n*.|  l v tilnal  hi'ttevfK  tfte  or  pan  ir  *t  t*n  ptffofiMi  ir.  lmp«>rraiir 
«<>i  f!«r*i  hiu  oppor  titn  1 1 i os  l-.r  prowth  ainl  nwart. 

» • tt  'll  Corps:  Ihf  depr*-!'  to  wtiiih  an  irwlividtial  hellt'veH  his  prof i-s-  |..fi  ha-  • r«  od  lo.iii  •*  -ui 
;'*ivttH  opportunities  t«ir  growth  and  advatu  <‘?M*nt  . 

*-r  t'sth  ainl  Adyaneeitient  : Tin  ilegrot  to  which  an  Individual  ti't-ln  that  th*-  orpanirat  t <•«  i 

• '•'ilipment  and  advanrement  ol  his  professton.il  lareer. 

-l  ,f  ytids:  Th*-  extent  to  whith  an  organization  attempts  to  iski-kk  aird  re%p*a»il  t*’  tis  i-sp  vees’ 

>egi». 


*Indlt‘ateft  vlgnlflranl  rorrriat  lunit  with  pom -drplovflwnt  Intent  Cu  n*enlliit. 

**l  nlfpie  predlttura  of  po«c -tleplovarnt  Intent  to  reenllnt. 
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^0  abstract  fContinue  tm  referee  etde  It  nmcmeemry  mxd  ldmr\tlty  by  block  number) 

V (;liaii;.'c:  in  iniciil  In  men  I i s1  uccnrri  iij.’  l>cl  va.'cii  the  hecinniiiH  ami  end  nt'  n-  1n 
M-iiiiiiitli  overleaf  dejil  ovuienl  s v;em  i iiN'ent  i j;a1  ed  in  order  to;  (11  ascertain  the 
chn'i’cc  to  v.'liicli  '.arialioiii  in  work-related  experiences  arc  i-ellected  in  a 
mci  .11.  i dorat  i on  ol'  the  reen  1 i s1  iiu.'iit  din- i.-  ion.  .iiid  ('!)  iden1il\  particular 
a'jiect;  ol’  the  work  eiiv  i roniiieni  that  were  likely  to  inl'liience  rceii  I i .si  meiit 
doci'  join.  he.'-’ pi iiidees  Were  H77  lii'st— tenii  enli'  tei'i'  (analysi.f  .sample  42'1. 
•.alidaiioii  .'-ample  l.'.'t)  alioanl  nine  I.S.  Vus  sliip.c;  pa  r1  ici  pa  I injt  in  a larger 
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■ THI'»rAOtWhi»n/^i»f<»KnH»rec/> 

i n\M>s1  i ji.il  i oti  (if  orfiiiiii/.at  iniui  1 and  niiv  i rnninenl  a I I'artors  wliinli  i n I'l  uoiifn 
lu'aith.  innfaln.  and  ndontinn.  KoRpniidnos  ('oriipl  o1  cd  a (jiinsl  t ( .nna  i I'e  a1  1 lin 
be}:innin>;  and  ond  nl'  llini)'  depl  c)}int?nl H(!snl1s  indicalud  1lia1  division 
siK'rifio  varianro  bovond  llial  pnovidcd  by  inilial  inicni  did  (!xis1.  Addilion- 
al  analysis  reveal  I'd  llnan;  salient  asi'cets  of  the  w<n'k  environment  van'c 
related  to  eharif^ed  intention;  Work  I'ac'i  1 i 1 at  i on . ()rj;ani ‘/at  i ona  1 fonfliet. 
and  I'rofessi oiia  1 Ksi>rit  de  Corps.  Impliratioiis  for  iiianaaemeMit  personiK-l  were 
diseussed  and  suggestions  I'or  future  researeli  in  tliis  area  wei'e  made.  ^ 
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